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Presidents of Independent Colleges Vary Career Paths 
By Dr. Terri Moore Brown, Assistant Professor in Social and 
Behavioral Sciences, Fayetteville State University NC 
an we increase the number of college presidents 
C b y  studying the career paths of current presidents? 
For research leading to an EdD in higher ed administra- 
tion from North Carolina State University in 2000, I exam- 
ined the career paths and experiences of female presidents 
of selected four-year independent colleges. Of the 129 fe- 
male college presidents of ACE schools I polled, which 
excluded professional schools and those affiliated with 
the Catholic church, 91 responded to my questionnaire. 
Traditional vs. non-traditional career path 
Few of the female presidents reported following a tra- 
ditional career path to the presidency: faculty, department 
or division head and then chief academic officer. Half had 
not entered higher ed as a faculty member, half had not 
been department or division head and two thirds had not 
been chief academic officer just before their first presi- 
dency. 
Early in their careers, the women didn't plan to seek 
the college presidency, either not recognizing their abili- 
ties or not knowing how to hone their leadership skills. As 
more females become college presidents, women can see 
themselves in the role and plan their careers accordingly. 
What they had in common 
Credentials: More than half the female presidents of 
independent colleges had a PhD, and more than a third 
had an EdD, confirming the doctorate as a valuable cre- 
dential for females aspiring to the presidency. 
Mentoring: Most respondents reported having 
more than one mentor in career develop- 
personal lives, careers and social lives. To attract more 
females to the presidency, college leaders can be proac- 
tive in offering solutions, such as hiring their partners or 
at least helping them find jobs, and 
providing On area K-12 
They also listed two top institu- 
tional hindrances: politics and exclu- 
sion from the old boys' netw~rk. But 
compared with a study a decade ago, 
fewer women felt excluded from the 
old boys' network. 
Fewer reported personal and insti- C] Tem Moore Brown 
tutional hindrances than in previous 
shldies, suggesting higher ed is doing more to 
women leaders. Still, one president in her 40s said trust- 
ees her she was young to be a president- 
Recommendations 
Changes in attitudes and practices are boosting the 
chances of women becoming college presidents. The 
women had experienced fewer personal hindrances, so 
perhaps independent colleges are providing more sup- 
port in helping aspiring female presidents handle barri- 
ers. Since most of these presidents followed non-tradi- 
tional career paths, independent schools seem to be 
more open to considering a variety of administrative 
and academic experiences. Those aspiring to the job 
shouldn't feel all is lost if they aren't already in the aca- 
demic pipeline. 
Serving in leadership roles enhances a woman's quali- 
fications for the presidency and provides her 
with visibility. Accept leadership respon- 
ment. They had more male than female schools seem to sibilities inside and outside one's 
mentors; most said their primary area (such as development, busi- 
mentors had initiated the relation- be more open to considering a ness affairs, academic affairs), 
ships, not the reverse, which indi- variety of administrative and chair campus-wide committees 
cates more men are perceiving academic experiences. and create new administrative 
women as capable leaders in higher ed. duties within a current job. 
Most of those who had mentors had also been 
mentors, especially to women. 
* Professional development programs: National pro- 
fessional programs contribute to the women's career 
advancement. Most had attended at least one of the five 
programs listed on the survey, which they felt enhanced 
their professional skills and provided networking oppor- 
tunities. Especially beneficial were the HERS Management 
Institutes and the Harvard Educational Management pro- 
gram. 
All-female colleges: Nearly half the respondents had 
attended all-female colleges, which produce a signifi- 
cantly higher ratio of female leaders. 
Personal and institutional barriers 
Women still face personal and institutional hindrances. 
Of personal barriers they reported, geographical con- 
straints and maternal responsibilities were the most com- 
mon, requiring women to get creative in integrating their 
Outside the college, consider serving 
on accrediting bodies; present at academic confer- 
ences; publish; and participate on boards of professional, , 
national, and civic organizations and in professional pro- 
grams. 
Get into mentoring, a key to career advancement. 
Because less than 10% of the responding presidents of 
these four-year independent colleges were ethnic minor- 
ity women, educational leaders need to do more to Pre- 
pare them for a college presidency and to recruit those 
already prepared. To be effective, mentoring programs 
should recognize the differing needs of ethnic minority 
women and create culturally sensitive programs. 
Schools have more work to do to increase the number 
in the presidency and need 
take more control and aim higher in planning their aca- 
demiccarem. @ 
Reach Terri Brown at tsmbrown@aol.com or (910) 672-1122. 
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Mentorship: What It Can Do For You 
by Em' M. Brown, Ed.B., ACSW, LCSW B Cheryl Waites, Ed.D., A CSW 
Derrick is a BSW student whose mentee's career development (Kelly & 
.1 is to become a child protective Lauderdale, 2000). Mentors are spon- 
fice social worker. However, he sors, educators, critics, advisors, 
ci confidence in himself, and he is comforters, role models, coaches, and 
;ure of the path he needs to take to peer pals (Woodd, 1997). Faculty 
ch his goal. Derrick has a professor members, social work practitioners, 
ose research interest and professional administrators, and peers are other 
rk experiences are in child welfare. examples of persons who may serve as 
rrick is impressed with the prof- mentors (Schwiebert, 2000). 
or's teaching style, child welfare 
periences, and methodologies used in Benefits of Mentorship 
lmoting students' self-confidence. 
: rr tk feels this professor may be able Mentors can help you in several 
provide him the career guidance and ways, such as providing career advice, 
:ntorship he needs. Derrick sched- introducing you to the "right" people, 
:s an appointment with the professor contributing to career advancement, 
discuss possible 
entorship opportunities. 
Shaniqua is an MSW 
ident who attends a 
ssion on working with 
igrant families at the 
ational Association of 
,cia1 Workers annual 
~nference. Shaniqua 
loroughly enjoys the 
~eaker's presentation. 
he learns that the pre- 
:nter has extensive 
lental health experience 
I working with migrant 
milies and is an active 
lember Of several Organiza- and building self-confidence. Addition- 
sns that target the needs of migrant ally, mentors can enhance your learning 
.milies. Because Shaniqua wants to of professional knowledge, skills, and 
:velop competence in working with values (Schwiebert, 2000), if you are 
iigrant families, she introduces herself open to receiving these benefits. 
1 the presenter and asks permission to To receive the full benefits of 
~ntact her with the intent of learning you must have a positive 
lore about her work, getting involved attitude and be flexible, open to new 
ith some of her projects, and pursing a ideas, and receptive to coaching and 
sssible mentoring relationship. constructive criticism. Furthermore, you 
should possess a desire for personal 
growth and development. Do not use 
ou May Need a Mentor the mentoring relationship to gripe or 
complain. Mentorship is not a therapeu- 
If you seek rewarding academic and tic relationship; therefore, you should 
rofessional experiences, you may use not expect mentors to provide therapy 
[entoring relationships to socialize or extensive help with personal issues. 
~urself into the social work profession Above all, mentorship is a relationship 
~d to enhance your professional built on trust, loyalty, and openness. 
?velopment. Mentorship usually 
.valves a person of influence who has Where to Find a Mentor 
ivanced experience and knowledge 
~d who can provide supportive Multiple approaches may be used 
:lationships to guide and assist a to find a mentor. Contact your 
university's or college's social work 
department or your National Associa- 
tion of Social Workers state Chapter's 
office to determine if a mentoring 
program exists in your area. Also, some 
college campuses sponsor mentoring 
programs. Other channels for locating 
mentors are agency field placements 
and professional organizations, such as 
the National Association of Social 
Workers, Child Welfare League, 
Council on Social Work Education, 
Association of Baccalaureate Social 
Work Program Directors, and the 
Mental Health Association. All of these 
professional organizations have annual 
conferences and workshops that also 
can be channels for locating mentors. 
Characteristics of an 
Effective Mentor 
During the stage of identifying a 
prospective mentor, consider character- 
istics that effective mentors possess 
(Brown, Davis, & McClendon, 1999). 
For example, a mentor 
takes a proactive role in his or her 
mentoring 
is committed to your intellectual 
and professional development 
encourages your interest 
protects you from unnecessary 
activities 
supports your career endeavors; 
promotes your successes and 
provides a safe environment for 
your intellectual pursuits. 
When considering a person as a 
mentor, ask yourself several important 
questions. Does the person have the 
necessary knowledge and skills? Is this 
person compatible and willing to work 
with me? Does the person have strong 
communication skills? Is this individual 
trustworthy? Other questions you might 
ask include: (a) What are the specific 
areas in which a mentor may benefit 
me? (b) Is the individual known in the 
field or organization? (c) Does the 
person set high standards for self? (d) Is 
it important for my mentor to be 
nationally or internationally known? (e) 
Is it important for my mentor to belong 
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